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Abstract 
The need to adapt to the permanent changes that occur in the social, economical, technical and technological environments, has 
made that the continuous professional training in organizational space to be recognized as an investment in human resources, 
with multiple benefits for both the overall goals of the organization, and to increase personal satisfaction at work, too. Although
the Romanian police system has registered multiple signs of progress in which concerns the process of professional training for
its personnel, we believe that the didactic strategy of organization and conveyance for police force-oriented training programs
can be improved. For this purpose, we strongly suggest the following: an identification of current conceptions for various 
hierarchical levels, an analysis of actual training needs of the personnel, setting up continual training programs that observe adult 
learning principles, setting up targets, contents, methods and means of training based on the specific features of a certain job and 
an application of specific criteria of assessment of the results. 
© 2014 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of the Alexandru Ioan Cuza University. 
Keywords: professional training; initial training; continuous training; professional training needs, police system; 
1. Introduction 
When dealing with an organization, the employees’ professional training is one of the managerial actions that 
ensure that the level of the services they provide is maintained at a satisfactory level or even more, improved and 
that the same employees can readjust to the permanent changes that occur in certain adjacent environments to that 
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organization. Police managers are also interested in permanently providing education and training to the personnel, 
both designed to ensure a proper execution of professional tasks and thus attracting a higher performance level. 
Peter C. Kratcoski and Dilip K. Das stated that “education was viewed as developing the ability to conceptualize and 
expand theoretical and analytic learning process, while training involved gaining the skills needed to accomplish the 
immediate tasks and goals of police operations.” (Kratcoski, & Das, 2007, page 4) We should not only acknowledge 
the fact that professional training for the police force is necessary, but we should also determine the most efficient 
strategies regarding the implementation of training programs for the personnel. 
On a global level, studies regarding professional training for policemen have mainly dealt with its initial stages or 
the practical applicability of certain training methods; Romanian scientific undertakings on this matter are rather 
scarce. Professional training for Romanian policemen can be improved by redefining it from a pedagogical and 
organizational point of view. In this regard, we intend to start a scientific study to help us identify some effective 
didactical strategies of continuous training for Romanian policemen, starting from the fact that setting up continuous 
training programs requires a step-by-step organizational approach. Having ascertained the actual training needs in 
police (concerning training fields, ways of achievement, what type of methodology is used in teaching and 
assessment), we can further plan continuous training programs that would cater to the specific training requirements 
of the system in discussion. 
2. Typical features of the process of professional training within organizations 
2.1. Definition and phases of the professional training   
Strongly linked with vocational practice, professional training is perceived by G.A. Cole as “any type of activity 
that targets an acquisition of knowledge and skills that are specific to the purposes of a certain trade or to a task.” 
(Cole, 1993, page 362) Radu Emilian identifies the action that sustains professional training, saying that 
“professional training is a learning/instructive process by which employees acquire theoretical and practical 
knowledge, new abilities or techniques that improve the efficiency level of their performance.” (Emilian, 1999, page 
162) Aside from professional training, other forms are often employed, e.g. vocational training and professional 
development. Viorica Ana Chisu sets the difference, stating that „personnel vocational training consists of a total 
sum of the actions used by employees to acquire within an organized setup an array of knowledge, skills, certain 
manners and behaviors that are required for several specific tasks for the company”, and „ professional development 
for the personnel consists of a total sum of the actions by which employees, who followed certain programs hold in 
the company, improve their skills, knowledge, aptitudes, manners, behaviors and working techniques for which they 
are already qualified, all for the purpose of achieving a superior level of their goals and tasks.” (Chisu, 2002, page 
354) The process of professional training is complex, dynamic and it is spread out over a lengthy period in time, 
through its two own phases:
x Initial training (in the vocational training sense), which “aims at training the employees with the view of 
obtaining the qualification, offering them the possibility of practicing a job or taking up a certain position within 
a company” (Rosca & Varzaru, 2005, page 281). Initial training is taught at specialized institutions (i.e. 
vocational schools, colleges, universities) or within companies (new employees attend training programs that 
concern with the know-how, acquiring the necessary skills and instilling the appropriate behavior needed for the 
position).  
x Continuous training (in the professional development sense) is a stage that arises after the individual has taken 
up a certain position within a company. This stage consists of engaging into various skill 
improvement/specialization courses, seminars, professional summits, all with the purpose of a global enrichment 
and consolidation of the current knowledge and of the work habits.  
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2.2. Stages of setting the process of professional training 
Professional training requires a rigorous approach, which consists of a detailed planning that is stage-oriented in 
order to ensure an efficient implementation. The cyclic approach of the training programs consists of going through 
the following steps (Panisoara & Panisoara, 2010):  
1. Analysis and identification of training needs. „A training need is a gap between actual performance and desired 
performance or between current abilities and job requirements that can be closed by training.” (McConnell, 2003, 
page 66) This stage can be performed using a various range of methods and techniques (questionnaires or employee 
interviews, SWOT and PEST analyses, fish boning technique, error diagrams, annual assessment reports) and it can 
be done at an organizational level (establishing a connection between the training needs, on one side, and the 
available resources, as well as the degree of permittivity/constraint in the organizational climate and by the external 
environment – legal framework, social or economic problems), a department level (establishing a connection 
between training needs and department-oriented targets) and at an individual level (identifying the persons in need 
of training, as well as the methods for each person).  
2. Designing the training program (by establishing a connection between targets, content, methods and means). 
3. Implementation of the program (actual training). Usually, dedicated studies show that training methods can be 
classified in two main categories (Emilian, Tigu, State & Tuclea, chapter 9 page 17 - 18): workplace training 
methods or “on the job” training (such as: switching duties, coaching, counselling or training ensured by a mentor, 
engaging the employees in solving professional issues) and training methods as “the classroom method” or “off the 
job” training (such as: lectures, attendance of conferences and seminars, programmed learning, case study, role-play, 
simulation, group exercises). 
4. Result assessment and further support of the trainees. This can be performed prior to, during or after 
implementation. Another way of assessment is by examining the following criteria: trainees’ reaction (whether they 
found the program to be useful, if they liked it or whether they would recommend it to other people); learning 
(whether the trainees have acquired the desired skills and assimilated the information that the instructor had wished 
them to assimilate); behaviour at work (whether there were changes after the trainees have attended the training 
program – an aspect that is, quite often, hard to be determined); the organization (increase in productivity levels, 
improvement in service quality); final value (evaluating the latest consequences of the training program on the 
organization targets) (Kumar, 2011). 
Whatever might be the approach, choosing to separate the professional training process into several stages leads 
to gaining a series of benefits for both the organization (improvement of the services it provides, using the acquired 
experience at work), and for its members (increase in the level of satisfaction or an increase in the chances of being 
promoted). 
2.3. Specifics of the process of professional training in the police system
Being an specialized institution of the state, police force is covering tasks such as defending fundamental rights 
and liberties of individuals, defending private and public property, crime prevention and detection, and finally, 
ensuring public law and order. The specific duties of the Romanian police focus on engaging into actions in the 
interest of the citizen and the community, as well as for the purpose of supporting the state institutions’ operations, 
relying solely on the available legal framework. In order to achieve these aims, the police system’s workforce needs 
a proper professional training, aimed at acquiring specialty notions in theory and practice, as well as a set of skills 
that are essential for fulfilling work tasks. 
2.3.1.  Initial training of the personnel 
This first stage is carried out in specialized educational institutions, following a selection process which consists 
in recruiting candidates who meet a number of conditions related to physical and mental health and who manage to 
pass a several assessment tests about theoretical knowledge and physical skills. Selection criteria vary from one 
country to another. For example, „in Switzerland recruits are required to have had another profession before 
becoming a policeman. The recruitment exams include knowledge of German, arithmetic, geography and political 
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knowledge of Switzerland. There are also sports and psychological tests, and interviews with the chief, the 
personnel chief, the police psychologists and others.” (Kratcoski & Das, 2007, page 128) In other countries, like 
France, the educational background requested for Inspectors and Commissioned Uniformed Officers is 
baccalaureate or three / four years of university education. The training period consists in one year of training in 
school and one year of practical training (Kratcoski & Das, 2007).  
In Romania, high school graduates can choose to apply for one of the following educational institutions: 
„Alexandru Ioan Cuza” Police Academy in Bucharest, which trains police officers or “Vasile Lascar” (Campina) 
and “Septimiu Muresan” (Cluj – Napoca) Police Schools, which deal with preparing police agents for the force. The 
candidates who want to enrol in these specialized educational institutions of the Ministry of Interior must meet a 
number of conditions (regarding physical and mental health, basic training or social/moral behaviour). Also, the 
selection process implies physical tests, knowledge assessment tests of foreign languages, Romanian language and 
history. 
The periods for basic training vary from one country to another, but the curriculum of the basic training courses 
is similar in several countries. „Typically basic training included an overview of the types of information and skills a 
police officer would need to perform effectively. Subjects generally provided were research and investigations, 
knowledge of the criminal/penal codes, securing crime scenes and collection and preservation of evidence, driving 
skills and traffic patrol tactics, appropriate use of force, crisis intervention, human relations, crowd control, physical 
fitness, training in defensive tactics such as judo or technical training in the use of firearms, fingerprinting, use of 
radar, interviewing, interrogation and report writing” (Kratcoski & Das, 2007, page 10). In Cyprus, there are some 
subjects added to the basic training program, such as: psychology, sociology, public relations, criminology and 
foreign languages (Kratcoski & Das, 2007). 
Basic training programs are also strongly influenced by the social and cultural setting of the country in which 
these programs are implemented. The training curriculum in educational military institutions from Japan is based on 
courses in the liberal arts such as: Japanese, geography and economics (Kratcoski & Das, 2007). Trainees also „take 
a law class dealing with the constitution, police administration law, law in general, criminal and civil laws and 
criminal procedure. Professional training includes patrol, investigation, traffic regulation, crime prevention and 
gurading duties. Physical training includes classes in martial arts such as kendo and judo, first aid, arrest technique 
and physical exercise” (Kratcoski & Das, 2007, page 134). In Romania, schooling periods are 2-3 years and the 
proposed curriculum aims at building a theoretical background (with knowledge of law and justice, criminal/penal 
codes, criminology, criminal investigation, cooperation and teamwork, organized crime, international police 
cooperation, crime ascertainment and investigation, foreign languages, IT) as well as acquiring a set of practical 
skills (gun use, drill, driving skills and self-defence procedures). At the end, graduates receive different ranks, such 
as police sub-inspector (for the officers) and police agent (for non-commissioned officer). 
2.4. Continuous training of the personnel 
Continuous training in the police system aims at consolidating specialized knowledge of the policemen, 
expanding their general knowledge, as well as maintaining their skills and their specific work abilities at a high 
level. For police forces, professional training is one of the most important tasks at management level. Professional 
training increases the employees motivation and also supports them when solving specific missions (Baker, 2011).
In many countries, continuous training for the police workforce is performed in police units (managers train 
police officers depending on their specialty) or in specialized education institutions (who offer various development, 
specialization, management and career advancement courses). For example in France, training courses for inspectors 
are given in „law, penal procedures, police procedure, criminalistics, civil law, police intelligence, legal 
commentary, sports, self – defence, typing, police techniques, weapons and emergency rescues” (Kratcoski & Das, 
2007, page 136) and in Switzerland officers are required to complete a one or two – week courses before or after 
every promotion they receive (Kratcoski & Das, 2007).
Continuous training in the Romanian police system aims at both theoretical and practical side: the former, by 
assimilating useful professional knowledge and the latter, by practicing the tactical police techniques, the skills to 
use weapons and the physical qualities. Continuous training is stipulated in the police system's legal framework and 
it is not only a task for all ranks, but it is also a duty. Continuous professional training for the Romanian police force 
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is performed: in police units (focused on consolidating specialty knowledge, enhancing physical skills and shooting 
abilities with their service weapons); in specialized institutions of the Ministry of Interior (providing classes for 
career initiation or for professional development, on subjects like: professional advancement, career re-orientation, 
further education or management); self-planned training (performed for the purpose of acquiring professional or 
extraprofessional knowledge, abilities and attitudes that ensure the police force’s personal development). 
In police units the didactical strategies that are currently used involve training methods such as: lectures, debates, 
role-play, discussion and case studies, activities for individual and group study and employing digital or printed 
materials. Planning and implementing training programs for Romanian policemen should be performed by 
respecting certain demands. Firstly, trainees are adult individuals, with specific training features. The man deemed 
as the father of andragogy pointed out the following specifics of adult individuals: they had accumulated a certain 
record of information and life experience, they are goal-oriented, they search for relevance, they are practical and 
demand respect (Knowles, 2011). After conducting a study that assessed the effectiveness of the andragogical 
methodology of training police officers, R. F. Vodde has found that an andragogical approach brought better results 
in acquiring aptitudes and skills, and that this type of approach is preferred by participants (students of military 
education institutes) due to the emphasis on learning through experience and collaboration (Vodde, 2009). 
„Notwithstanding some of the positive attributes of a traditional model, many argue that its linear, prescriptive and 
autocratic nature inhibits recruits and its overall efficacy, while an adult-based, andragogical methodology by 
contrast, is viewed as a more holistic, integrative, collegial, collaborative and responsive approach to training – one 
that serves the needs and interests of the recruit, the police organization and that of a changing and sophisticated 
society.” (Haberfeld, Clarke & Sheehan, 2012, p. 28) Secondly, in order to ensure effective training programs, we 
should find out the training needs in the police system, on several hierarchical levels. This is not only available for 
certain fields of training that are deemed as useful by police officers for their activity, but also for their interest in 
employing certain methods and means of teaching, certain forms of activity planning or assessment criteria, as well 
as for the trainers that would be considered as qualified for information conveyance. 
In Romania, professional training for police officers is set by grouping them depending on the specialty they deal 
with at work. Training needs of the personnel also differ from other points of view. Thus, grouping the learners who 
shall attend continuous training programs can be performed by using other criteria such as: age, the structure that 
they belong to (operational or supporting), initial field of training (some police officers have military education, 
others have studied branches such as IT, psychology, sociology etc., but all of them largely have the same general 
tasks and responsibilities). Therefore, a successful professional training for police personnel can be achieved by: 
planning detailed programs with clear and measurable goals, appointing the best experts and efficient training 
instructors, using follow-up evaluation (Kratcoski & Das, 2007), determining the most appropriate training methods 
and means and employing a diversified approach of activity planning. 
3. Conclusions: arguments in favour of a professional training for policemen 
In law enforcement, professional training holds an important place, due to the fact that the quality of the 
instruction plays a great part in fulfilling specific tasks. A thorough training for the law enforcement personnel can 
prove to be of great benefit from several points of view: 
x Socially: the way policemen would know and choose to fulfil their duties influences the foundation and the 
maintaining of mutual trust between the system and the community it serves and protects. Ensuring social order 
and improving citizen’s safety within the community cannot take place without a proper professional training of 
the agents that would be in charge with such duties. 
x Organizationally: the police structure cannot reach its general and specific targets without well-trained 
employees that would be prepared for immediate reaction with correct solutions to any type of situation. 
x Individually: professional training boosts workplace satisfaction, as well as self-esteem. Maintaining a high level 
of professional training could be highly positive at work (it eliminates insecurities in fulfilling work tasks, the 
fear of negative consequences of personal actions or peer reaction), as well as from a behavioural point of view 
(increase in self-esteem, building a positive image of one’s self, personal and professional fulfilment). 
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In order to increase the effectiveness in professional training, we suggest a responsible and active approach, by 
means of investigating the way various employees perceive continuous training (policemen with coordination, 
executive or management tasks), and by means of identifying the actual points that would require supplementary 
training at an organizational, departmental or an individual scale. The increase in scientific research in this field 
could lead to gaining significant insight in designing training programs for law enforcement employees that would 
solve their actual needs, and that would pay heed to current society conditions. 
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